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INTRODUCTION 
PREFACE 
Motivation is closely linked with leadership and management. The ability of leaders and 
managers to get employees do what is expected to be done while at the same time 
making them to be part of it, feel that it is a good idea is definitely a skill that managers 
develop and exercise on a daily basis dealing with their own nationals with a different 
degree of success (Lewis, 2006, p. 141). Motivational theories generally consider how to 
head people towards objectives and goals who share ideas and aspirations and operate 
in a similar cultural or national setting; motivating people can prove difficult. Gaining 
commitment from people who do not share the same values, beliefs, preferences, and 
rules can be even more difficult.  
We can witness change in operations of companies – transactions become truly global 
and managing global enterprise is a new business management. Terms like 
international, multinational, and transnational that relate to an enterprise are becoming 
a habitual characteristic.  
Moreover, people move across boarders. Global migration flows have been on the rise in 
the past decade. High-skilled migrants represent an increasingly large amount of overall 
global migration flow. In Global Talent Report by World Economic Forum it is estimated 
that foreign-born employees with university or equivalent qualifications make up about 
2% of the European labour market, compared with 4.5% in the United States, 8% in 
Australia and nearly 10% in Canada (WEF, 2011, p. 6). 
Cultural element is becoming a more important aspect from two frontiers: companies 
that go and do global on one side and people who move towards vibrant opportunities. 
For whatever reasons why worker move from one geographical place to another, 
concerned managers should deal with cultural differences regularly. 
We will start with formulating the problem field in the introduction chapter, as well as 
explain the chosen methodology. In chapter 2 we will elaborate on relevant cultural and 
motivational theories which we will be using in chapter 3 to analyze empirical evidence. 
And finally, conclude the outcomes of our investigation. 
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CHAPTER 1. PROBLEM FORMULATION AND METHODOLOGY  
PROBLEM FIELD 
The important aspect of working internationally is that we have to deal with people who 
have different cultural heritage. A person’s expectations towards job are influenced by 
personal goals and cultural values. This is where the cultural element comes into play 
with regards to motivation.  
Motivational theories vary in their focus. They can be divided into focused on a need or 
seen as a process. The setting of the job itself, its design, amount of autonomy and 
responsibility can trigger motivation; extrinsic reward as well can lead to similar results. 
Motivational theories in their essence, however, do not take into account cultural 
aspects as such, while some scholars argue that there is no international formula for 
motivation and the reception of motivational practices essentially varies from culture to 
culture. So the gap between the notion of motivation and culture is present as in theory, 
as well as in the practice, and the necessity to bridge the gap is a relevant for today’s 
business reality. 
PROBLEM FORMULATION 
Imagine that the approach towards motivation within global company is universal and 
fixed or directed by the head quarter. What troubles with its implantation might arise on 
the local level? The problems can start from misunderstanding in interpretation of the 
systems and end up in decrease of motivation for the workers, which in worst case 
scenario can result in loss of the personnel. The dilemma that managers face today is 
how to tailor the approach towards motivation while saving the overall people 
management strategy.  
As more companies move from domestic, multinational strategies to truly global 
organizations, the importance and effect of cultural diversity increases remarkably. In 
global companies the efficient management of cultural diversity which was once 
approach ‘nice to know’, becomes vital knowledge for the firm’s existence, let alone 
success. In multinational companies where cultural diversity influences internal 
organizational culture, more employees and managers need cross-cultural management 
skills to cope with it (Adler, 2008, p. 5).  
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In this project we address manager’s dilemma about how to motivate employees with 
different cultural background while keeping the overall people strategy. We examine 
how to motivate, inspire and keep employees of diverse cultural background.  
PURPOSE OF THE PROJECT 
In this project we investigate how motivational practices are perceived by employees of 
different cultural background. By doing that we address questions that managers who 
deal with diverse workforce face: should the cultural component be taken into account 
at first place and how to motivate employees of diverse cultural background. 
METHODOLOGY  
To answer the problem question we used both the primary and secondary data. The 
primary data are derived from questionnaire conducted for those professionals that 
have over a year of professional working experience abroad. The questionnaire was 
aimed at eliciting relevant information of the impact of their national culture on their 
motivation to work. An interview was also conducted for the intercultural professionals 
as well as managers on how they motivated workers of different cultural background.  
This is relevant as it help us to explore the issues of motivation across cultures from the 
real life situation using people who are personally involved. Thus, our method of 
investigation is qualitative in nature as it studies things in their natural settings, trying 
to understand the phenomenon of the term “motivation across cultures” (Denzin & 
Lincoln, 1994). 
The pitfall of this method of investigation is that since we do limit our investigation to a 
specific country, but rather focusing on presence of international experience as such, we 
might get certain specific answers that cannot be generalized to foreign workers in a 
particularly country, as the cultural impact of the country where they are might differ 
from one culture to another. However, the factors consider are more or less the same in 
most countries. 
To make our analysis of the findings we use secondary sources of relevant cultural and 
motivational theories from notable and authoritative writers. This helps us to reach to 
certain conclusions that might be applicable to motivation of divergent workforce in 
other countries.  
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COLLECTION OF INFORMATION THROUGH QUESTIONNAIRE 
Our questionnaire was drafted to elicit relevant information from the employees since 
we cannot have an opportunity to interview a reasonable number of them. Their busy 
schedule coupled with their living distances from each other left us with no choice than 
to use online channels of communication: send the questionnaires through their emails 
and get in touch through professional social networks such as LinkedIn. The use of 
questionnaire to retrieve that information was so important with respect to our 
investigation because information from worker constituted an integral part of our 
investigation. As Wiley (1997) pointed out that workers or employees are the best 
sources of information concerning motivational problems.  
Thus, the questionnaire was drafted in a simple and easy language to avoid ambiguity or 
miscommunication. While some of the questions relating to basic information are made 
with a check box, others are open ended question that gives the workers more 
opportunity to express themselves and thus, they feel relaxed to provide personalized 
answers to the questions since they have reasonable space to air their views. This helps 
us to get an in-depth answer since we aimed at analyzing the questions qualitatively by 
interpreting the answers using relevant theoretical framework. This is important for our 
investigation since motivation across cultures is such an issue that can be better 
investigated qualitatively rather than quantitatively. 
As Mcmillan and Schumacher (1993) pointed out that confirm - ability deals with 
objectivity and refers to the quality of the data created by the means of collecting, 
accessing and analyzing the data rather than by researchers personal characteristics. We 
have attached a copy of our questionnaire on the appendix A, thus our research can be 
confirmed. 
 
AGE GROUP 
Today, there are four generations dwelling together at the workplace. Ball and Gotsill 
(2010) divide them into matures, boomers, generation x, and generation y (p. 15). This 
is of course not new phenomenon— various generations have come together under the 
same workplace roof before. We decided to focus on generation y - young professionals, 
often called ‘digital natives’ and generation x - their predecessors.  These are the first 
two generations that are exposed to truly global marketplace (ibid: 31). The reason why 
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we focus on this age group is that they are the ones that had worked in other lands 
which are necessitated by globalization that took place within their time. Hence, they 
have firsthand experience and information with issues of motivation across cultures.  
 
RESPONSE TO QUESTIONNAIRE 
The response rate for our questionnaire was very low, out of over 150 workers that the 
questionnaire was sent to only 20 was responded. The reason might be that some are 
afraid of losing their job if they give out vital information. Others might have no time or 
felt that they don’t know us very well to give out the necessary information through the 
questionnaire. After several attempt to increase the response rate by asking the workers 
to fill the questionnaire, we could not afford to lose more time so we made up our mind 
to work with what we had. 
It is our responsibility to account for the changes that took place during the process of 
our conducting this research and its effect on the investigation (McMillan and 
Schumacher 1993).  We thought we could get more response from our questionnaire but 
despite all our effort it proved abortive, thus we utilize the response we get and hope 
that our will still be trustworthy, reliable and dependable. This is important to mention 
as Denzin &Lincoln, (1994) noted that it is very important that there is stability of the 
findings over time, and the internal logic of the data in relation to the information found, 
its interpretation and recommendations. One could only speculate what the findings 
could have been if we got all the 150 response. Yet, if we follow logical necessity based 
on the response we have, we will always reach the same findings and conclusion. 
We also conducted a test of the questionnaire and corrected some mistake and 
ambiguities in the questions asked, before we handed it in to the workers and this helps 
us to get answers to the questions we need. It also helps us to saw the parts that could 
be rewritten, the missing parts that we have to add to the questions or options for them 
to choose from. Nonetheless, this makes the final survey to convey the right information 
we wanted. 
We take cognizance of the fact that some of the respondent might not give out all the 
information, might lie or shift the blame to others such as the managers, which is in line 
with Kressler, (2003) that objectivity can never be fully reached with self assessments. 
Thus, this issue is taken into consideration in our analysis. 
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The sample of the answered questionnaire shows diverse opinion of the same issue 
under discussion. This shows that the answered survey was a realistic and clear 
representation of the group. It also shows a random sample as we did not know the 
workers that might answer or not. This helps us to see the impact of culture on the 
motivation of worker from different perspectives. 
INTERVIEW WITH MANAGERS AND INTERCULTURAL PROFESSIONALS 
We interviewed managers, intercultural professionals, such as cross-cultural 
consultants, relocation specialists, and international HRM experts.  They refer to their 
expertise in the field of intercultural management.  
As a starting point of a discussion we run a short poll of opinions form managers and 
Intercultural professionals using LinkedIn – professional networking web-site. We have 
asked how should a manager deal with and address motivation across cultures. The 
received feedback included recommendations on getting to know employees better by 
series of surveys or interviews and to focus on two cultural dimensions: individualism 
and collectivism as well as achievement and quality of life. Interview as a method is 
often used in cultural researches (Hofstede, 2000).  
Interviews can be conducted in two ways, structured and unstructured interview. While 
in a structure interview the respondents are asked pre-established questions, in 
unstructured interviews there is no pre-established questions as it deals more with 
conversation and understanding rather than formality, the respondent can take the 
discussion to many perspective and in different direction. Our interview with the 
managers and intercultural professionals’ was a semi-structured interview. We had 
prepared a question, but during the discussion various views were shared and this lead 
the discussion to different angles since it was an open discussion. An important 
characteristic of a qualitative method of investigation is the flexibility to adjust to 
situations as can be seen in our interview, that answers to the question raised leads to 
follow up question as also mentioned by Repstad, (1999).  
Thus, the interview helps us to compare the thoughts of the managers and the 
intercultural professionals with the theoretical framework and the result from the 
questionnaires. This harmonized with Repstads (1999) thought that one can combine 
different qualitative methods in one project. This helps us to see if there is any 
harmonization in what happens with motivation of workers from different cultural 
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upbringing and the thoughts of the managers and intercultural professionals with the 
cultural and motivational theories. 
DELIMITATION 
For the purposes of this treatise we limit the scope of this research to only relevant 
issues concerning our research question. Thus, we did not go into a more detailed 
analysis of the theoretical framework used for the purposes of analysis. Theories and 
concepts that are used in the study have their own limitation and critics, which are also 
considered as the limitations for this project as well. Definitions used in this project are 
based on researches, conversations, interviews from various relevant sources. Lack of 
funds, time constraints and distance also played a crucial role in limiting the scope of 
this project.  
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CHAPTER 2. THEORETICAL FRAMEWORK 
For many decades motivation was approached from an individual perspective and 
individual differences or preferences were in the focus of analysis. However, recently we 
can find tendency into shift towards a multi-level approach of analyzing research 
evidence and incorporating cultural aspects. For instance, Erez (1997) builds a culture 
based model of work motivation.  
We will start theorize motivation and culture as separate concepts. And later combine 
the two to by analyzing the empirical evidence that we gathered. Before that we will 
argue for the generational choice for the project. 
 GENERATIONS THEORIZED 
Prior the start of the investigation about motivation and culture it is important to 
understand some demographic facts. In the introduction chapter we have reasoned why 
the two generations - X and Y - are within the scope of this project. The overall high 
exposure to global opportunities can be applied to both of them. Moreover, generational 
observers often combine Gen X and Gen Y together, because their life and work 
experiences were shaped by the Internet and Internet enabled tools (Ball and Gotsill, 
2010, p. 29). 
There has been some debate about the period of time generation y and generation x 
represents. Some writers and generational experts say Gen Y were born between 1977 
and 1994, while others say between 1980 and 1995 or 1999. Another camp leaves the 
dates open and says Gen Y is anyone born after 1980. Some experts have said that this 
generation is larger than the Boomer generation, born after World War Two, although 
there is still a great deal of ambiguity around the time periods it encompasses. We use 
time range proposed by Ball and Gotsill (2010) who define generation y as people born 
between years 1980-1995 (p. 31).  
Generation X born between 1965 and 1979 as a group initially puzzled managers when 
it arrived with this new idea that their life outside of work deserved respect. While this 
group is outnumbered by Baby Boomers and “digital natives”, they have an important 
impact on the workplace today: they are known for bringing the idea of work-life 
balance on the workplace (ibid: 26). Gen X had a much higher level of comfort with 
technology, which made working virtually with both own cultures and collaborators 
abroad possible. 
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There has been no baby boom in Europe when compared with the rest of the world. The 
generation that survived war had produced relatively small amount of offspring and 
there are proportionally fewer people of generations X and Y (Tapscott, 2008). This 
emerging trend is an alarming social problem on one hand. On the other hand lack of 
labor force and aging population in Europe makes the topic of cultural diversity at 
workplace even more relevant in this part of the world, since companies go global in 
search for talent.  
MOTIVATION DEFINED  
Motivation as a concept is often used to explain why people engage in particular actions 
at particular times (Beck, p.3). Motivation is both a force within an individual and a 
process used to get others to expend effort. Motivation is concern with the "why" of 
behavior; the reason people do things. Motivation affects choice, action, and 
performance. 
The term motivation is derived from the Latin maxim “movere”, which means to move. 
Hence, the concept of motivation deals primarily with our movement, actions or making 
people to act in a way they would not have acted ordinarily. It also deals on what 
determines the change in action. Thus, motivation is often use to determine why and 
how people respond to things differently. According to Kressler (2003) motivation could 
be defined as a combination of needs that influences action and behaviour.  
Motivation of company employee is an integral part of the success of the company. To 
motivate company employee requires that the employees has a need to satisfy, 
possesses the capacity, potential and experience.  If these potentials are activated it 
creates synergy for creative energy, better job delivery and performance. 
Motivation is influenced by a lot of factors such as personal goals, aspiration, situation, 
social factors as well as cultural factors (Wiley, 1997). Suffice it to say that there is no 
single motivational theory that fits all situation or that stands the taste of time as 
humans are subject to changes necessitated by personal choice, religious beliefs, 
environment influence and cultural background. 
As Kressler, (2003) pointed out one could be motivated by a need to please others, or a 
feeling of belonging to a group or connected to a business activity. Thus, employees do 
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not feel motivated if their needs are neglected or when they are treated differently due 
to their background, religious beliefs, skin color, age or gender. 
MOTIVATION CONCEPTUALISED 
Just like every concept that is difficult have a definition of, the concept of motivation is 
difficult to subject to one particular definition. This is as a result of the different 
perspective from which different schools of thought view the term motivation.  A 
consideration of some prominent research work conducted by Maslow (1954), Herzberg 
et al (1959), Vroom (1964), Alderfer (1972), Mc Clelland (1961) and Locke et al (1981) 
reveal two schools of thought for the concept of motivation.  While one school of thought 
held the view that people are lazy, uninterested and have a work-phobia. That it is the 
external stimulation that compels them to work. The second school of thought held the 
view that motivation to work is internally stimulated and that people work for the social 
(prestige, association, self actualization, self-determination). 
The various research work conducted by the prominent writers on motivation theories 
mentioned above identifies two classification to wit: Content and Process theories of 
motivation. The content theory as expounded by Herzberg et al (1959) assumes an 
intricate nexus between internal and external motivating factors and explored the 
circumstances in which people responds to both the internal and external stimuli. 
Process theory, as expounded by Vroom (1964) on the other hand gives consideration to 
the influence of the internal factors on a person’s behavior.  
MOTIVATIONAL THEORY 
In every business establishment, the manager has the duty to get things done by the 
employees. To accomplish this requires motivating the employees which is quite a 
complex task.  Despite the enormous research on motivation such as Frederick Herzberg 
(two factor motivation theory), Douglas Mc Gregors theory y, Abraham Maslow (theory z 
and hierarchy of needs),Chris Argyris Rensis Likert and David Mcclelland (achievement 
motivation) , the subject is still more often than not, not applied,  misapplied or 
misunderstood. To understand this concept (motivation) requires an understanding of 
human nature, and the requirement for an effective employee motivation which will in 
turn create efficient management and effective leadership traits on the part of the 
management. 
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The dynamic nature of human behavior and actions necessitated by human needs and 
environmental influence also has a great impact on motivational theories. Thus, there is 
no definite motivation technique or theory that is an effective and reliable method that 
works for everyone in every situation, rather a mixture of different theories adapted to 
fit the circumstances is essential according to Kressler (2003, page 44). 
MOTIVATION THROUGH INCENTIVE 
Incentives are part of the short term, extrinsic motivational factor that includes among 
other things financial incentives. Person (1994) indentifies two types of financial 
incentives: the exchange of the sacrifice that employee make which is called 
“compensation” and the exchange for additional work by the employee which is labeled 
“reward”. The importance of money as a factor in motivating people cannot be 
overemphasis.  Although Maslow theory of needs seems to give a contrary impression, 
the facts still remains that financial incentive motivate employees. This is well supported 
by Peter Drucker (1974) when he said that “there is not shred of evidence for the alleged 
turning away from material rewards .......Anti-materialism is a myth, no matter how 
much it is extolled. In fact, they are taken so much for granted that their denial may act 
as a de-motivator”. He concludes that economic incentives are becoming rights rather 
than rewards. It is a trite fact that insufficient monetary reward cannot be compensated 
by good human relations. 
Where the employee has the fundamental motivation to perform his work, incentive will 
have a significant impact on the employee motivation. A work that is not challenging is 
more of a routine work, or that lacks development possibilities is sometimes not 
interesting to the employee and not intrinsically motivating.  Thus, extrinsic motivation 
is essential to accelerate the motivation of employee as supported by Gagne & Deci 
(2005) and Kressler (2003).  For money to be motivating, employees need to be 
rewarded and encouraged in a proper way. It is important to note that when rewards 
are used to impose or induce employees to work hard, it does not have any value to the 
job and thus will have low motivational force (Mc Causland, Pouliakas &Theodossiou, 
2005).   
Articulating on this Kressler (2003) pointed out that employee might not respond 
positively and only few will be motivated to work hard if been told by their supervisor to 
work harder and be paid high bonus. But if the supervisor informs the employees that 
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the five worst performers will be fired, everyone will work hard.  It is important that 
employee should be well informed of what they need to do in other to achieve a bonus 
price (Holtz, 2004).  At times the firm can give out rewards irrespective of any specific 
task accomplish. Employees appreciate such unexpected rewards as noted by Gagne & 
Deci (2005). 
A performance related pay such as target fulfillment wage can be used on group or 
individual employee, on the bases that they get extra payment for executing their job 
within a specific time period (Persson 1994). For reward to aid improve performance 
and better productivity, it must be directly related to performance, it should be easily 
understandable and attainable. It should be administered quickly. It should be 
significant. It must be compatible with job measurement. It must be tailored to suit the 
specific situation. 
Money can be a good motivating factor since the employees could use it in exchange for 
their most pressing need. Wiley (1997) put it right by stating that it can purchase things 
so that physiological needs are satisfied, it can boost self esteem, since it measures the 
relative worth or competence of the employee. Thus, it could be a source of security as it 
satisfies material and immaterial needs, values and wants of the employee. 
MOTIVATION THROUGH LEADERSHIP 
This part deals primarily with the concept of leadership, and how the leadership trait of 
the employer/manager can affect the behavior of the employee, their motivation 
towards work and the overall company performance. To manager people require more 
than just informing workers what to do or what they did wrong. It requires some 
leadership traits particularly when dealing with people from different nationalities, 
cultural background and ways of doing things.  
As we consider employees from different countries it might be a challenge for a manager 
who does not understand the cultural background of the workers to motivate them. The 
diversity among the employees could create some task for the management such as the 
need to know the employees very well, adopting different communication styles to reach 
their heart, such as face to face communication with the employees which will help them 
to build trust on the employer, ascertaining a common ground to motivate them and 
creating an enabling environment for them to communicate and relate effectively with 
their fellow employees (Holtz, 2004). Effective and efficient leaders depends on some 
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criteria such as the group size, the cultural and environmental upbringing of the 
respective group members, their relationship with each other and the work pressure 
(Reis &Pena, 2001).   
Leadership traits can be applied in relation to the composition of the employees based 
on being highly educated, having low education or performing a manual task / mental 
work. For instance, the way highly educated professionals would want to be given 
freedom and autonomy in the execution of their task might differ from a low educated 
employee performing a routine task. 
Gagne & Deci (2005) pointed out that if people are externally regulated, they perform 
their duties to avoid undesirable consequences, when the manager is there watching as 
they work. But the contrary is the case for highly trained professionals who have take in 
some internalized values and attitudes from their education and job environment, they 
will work whether the manager is there watching them or not. 
Effective leadership traits possessed by the manager aid in unlocking the individual 
potentials of the employee. This can be done by the manager treating the employees 
with respect, listening to their suggestions and setting reasonable work goals. Locke 
(2000) attested to this by stating that such goal (set by manager) aid in unlocking or 
mobilizing existing knowledge and skills that are relevant to the task at hand: it is  a 
virtual axiom that human action is a consequence of ...knowledge and desire (p. 409). 
GOAL SETTING THEORY 
Locke et al (1981) defined goal as what an individual is trying to accomplish or the 
object or aim of an action. It is pertinent to note that goal in some circumstances might 
be difficult but they are not impossible, and when goals are set and are clearly defined 
they produce higher performance level than when there are no set goals (p. 126). This 
significant impact of  motivation created by goal setting is highly recognized that 
Mitchell & Daniels (2003) came to the conclusion that goal setting theory “is quite easily 
the single most dominant theory in the field with over a thousand articles and review 
published on the topic in a little over 30 years” (p. 231). 
There is much evidence that testify that goal setting theory aids in improving 
performance. Brown & Latham (2000) conducted a research on unionized 
telecommunication employees and found out that they had high performance and high 
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job satisfaction with their performance appraisal process when specific high goals were 
set. Thus, for goals to achieve such intended objective such goals has to be specific, 
measurable, agreed, realistic, and time based. If goals are unrealistic and impossible the 
motivation for it will be low. Lee et al (1997) research testify to the fact that when goals 
are perceived as impossible, offering even a bonus for goal attainment can still lower 
motivation. 
The goals set must be agreed on by the management and the employees in other to have 
effect on the performance. This was buttress by Klein et al (1999) that commitment is 
most important and relevant when the goal is difficult. Such goal commitment creates 
high reliability and validity. 
Thus, there is great need for goals to be specific and measurable. Zetik and Stuhlmacher 
(2002) meta-analysis revealed that negotiators who have specific, challenging and 
measurable goals do achieve higher profits than those who had no such goals. 
The application of the goal setting theory shows that the higher the goals set the higher 
the performance. This was revealed in the performance cycle updated by Latham et al 
(2002) that high goals lead to high performance, which in turn leads to rewards. Hence, 
there is a nexus between goals, performance, and reward. Such reward also result in 
high satisfaction as well as high self efficacy regarding perceived ability to meet future 
challenges through setting of even more higher goals. When people are highly satisfied 
with their job this in turn leads to high performance and the unending circle continues. 
Culture had great impact on motivation, particularly on group performance. People from 
different cultural background had different personal goals, motivational factor and 
different understanding and way of doing things. Thus, when their person goal is 
inconsistent or incompatible with the group goals the applicability of the goal setting 
theory becomes an issue.  Seijts and Latham (2000b) examined such circumstance 
where personal goal was incompatible with group goal and found out that social 
dilemmas are boundary conditions for the usual positive effects of goal setting. Thus, self 
enhancing personal goals have a detrimental effect on a group’s performance. It is only 
when the individuals goal was compatible with that of the group that the group’s 
performance was enhanced.  
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FEEDBACK 
Closely connected to the theory of goal setting is feedback. Locke and Latham (2002) see 
feedback as a moderator of goal setting effects. Any system of management that does not 
give feedback will be looked upon as having a lacuna and the result of its operation will 
be very unpredictable. As feedback is given, most employees try to modify their 
behavior to optimize their performance in relation to the results. Thus where there is no 
feedback given the motivation is low and this in turn affects the performance. Ashford 
and Black (1996) confirmed that active feedback seeking by new employees is related to 
high performance. Thus, feedbacks in the form of appraisal or constructive criticism can 
improve the performance of an entire organization (Fuller and Farrington, 1999). 
The employees should be seen as an integral part of the company or as Gronroos (2000) 
rightly puts it as an internal market to which one offer services, just like its customers.  
A multi-cultural workforce needs such feedback to be confident and to have a sense of 
belonging that their work is really appreciated and that the management recognize their 
good work. Such is a powerful motivation tool.  To accomplish such feedback it needs to 
be process and this according to Ashford et al (2003) involves monitoring the 
environment in an automatic preconscious fashion through visual, auditory, and 
relational cues. Significant changes in the environment or in the preconscious monitored 
cues themselves may cause a shift to the conscious seeking of feedback, and the 
conscious evaluation of the cost and benefits of doing so.  
Feedback should not only be given by the management but also from the employees, 
they should have an opportunity to give relevant suggestion and also ask questions. 
Employees often want to create an impact in their work. Thus the managers should 
acknowledge and appreciate that by considering their ideas seriously. This is similar to 
Holtz (2004) thought that company has to pay attention to the feedback of the 
employees, share their values and problem in other to improve their situation. 
CULTURAL CONCEPTS 
Cultural Values 
Our daily lives are guided by culture. Factors such as family, religion, history, cultural 
identity influence the decisions an individual make on what one think and how one 
should act. In part the thinking and reactions are influenced by the perceptions of the 
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world, as well as the values and believes (Samovar, 2009, p. 184). Samovar (2009) cites 
Mahatma Gandhi whose words go in line with argument about the interconnection 
between beliefs and actions: 
“Your beliefs become your thoughts. Your thoughts become your words. Your words 
become your actions. Your actions become your habits. Your habits become your 
values. Your values become your destiny.” p. 184 
With this in mind the cultural system that is built by perception, beliefs, and values is 
constructed. 
PERCEPTION 
Perception is the means how one makes sense of physical and social world. Gamble and 
Gamble (1996) states that, “perception is the process of selecting, organizing, and 
interpreting sensory data in a way that enables us to make sense of our world” (p. 77). 
To put it in a different way, perception is a process of converting external events and 
experiences into meaningful internal understanding.  Physical dimension is an 
important phase of perception; however the psychological aspects are those that help to 
understand the intercultural communication.  
So, how the culture influences the perception process? First, since there are a lot of 
stimuli competing for the attention of senses, the perception is selective. What goes 
through the ‘filter’ is determined by the culture. And second, perceptional patterns are 
learned. As Samovar (2009) puts it – “everyone is born into the world without meaning; 
Culture teaches you the meaning of most of your experiences” (p. 187). Perception is 
culturally constructed, since an individual learns to see the world through his or her 
cultural background. Perception is “stored” in forms of believes and values. These two 
concepts in combination form a cultural pattern. 
BELIEFS 
What are your beliefs, how you obtain them and what is its role? Rogers and Steinfatt 
(1999) state that “beliefs serve as the storage system for the content of our past 
experiences, including thoughts, memories, and interpretations of events. Beliefs are 
shaped by the individual’s culture. (p. 81) 
Beliefs are usually reflected in our actions and communication behavior. For instance, if 
a good tan is reflection of a healthy lifestyle and makes a person look more attractive, 
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then one will spend more time sunbathing and go to tanning studio. On the contrary, if 
your belief that suntanned skin is a signal of a low social status, you will avoid the sun by 
all means; cover body with long-sleeved shirt, a hat and an umbrella. 
If someone believes that his or her fate is predetermined, you cannot throw up your 
hands and declare that belief wrong just because it disagrees with your assurance that 
each person is the master of his or her own fate. What one must be able to recognize is 
that that cultures have different realities and belief systems. Beliefs are powerful because 
they are so deeply embedded into to culture, that in most cases are simply taken for 
granted and not questioned for a proof. 
VALUES 
One of the most important functions of beliefs is that form a basis for values. Values are 
shared ideas on what is “true, right, and beautiful which underline cultural patterns and 
guide society in response to the physical and social environment”. (Samovar, 2010, p. 
188) Values constitute a system which is used to judge and apply required action.  
For example, Hofstede (2001) offers a shortlist of some areas that are connected with 
values: Evil versus good; Dangerous versus safe; Ugly versus beautiful; Abnormal versus 
normal; Irrational versus rational; Dirty versus clean; Decent versus indecent; Unnatural 
versus natural; Paradoxical versus logical; Moral versus immoral.  (p. 6) 
Values are highly organized and can be classified into primary, secondary and tertiary. 
Primary values are the most important: they specify those things worth dying for. 
Secondary values are also rather important which you are about, but they do not have 
such intensity as the primary values have. Tertiary values are at the bottom of hierarchy 
and not as profound as the first to, however you still strive to carry them forward. 
(Samovar, 2009, p. 189) Values are programmed into us early in our lives and hence, are 
often non-rational, especially when viewed by someone from another culture.  
Samovar (2009) provides an example of how values work and reasons why attitudes 
matter.  We will be using similar reasoning when applying cultural theories to the 
empirical data. 
“If you believe that material possessions are a better gauge of success and status 
than the number of advanced degrees obtained, you will value education only 
because it helps you get a good paying job. You will probably have a positive 
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attitude toward classes that are job related and a less than positive attitude toward 
required, non–career-oriented classes. This attitude can influence your behavior by 
motivating you to work hard in the job-related classes, at the “cost” of the other 
classes, and to leave school after acquiring an undergraduate degree. Conversely, if 
you come from a culture that believes status is automatically conferred by a 
graduate degree, your approach to classes might be very different.” (p. 189) 
Cultural values define what is worthwhile to die for, what is worth protecting, what 
makes people scared, what subjects are worthy of study, and which topics deserve 
ridicule. As already pointed, values are learned within cultural context. For instance, 
standpoint of culture towards expression of affection is among many values that differ 
from culture to culture. In some cultures people are encouraged to express themselves 
openly, for instance in the United States. On the contrary, “Chinese are socialized not to 
openly express their own personal emotions, especially strong negative ones”. (ibid: 
189) And what is important about values is that they are transmitted into actions. 
Values and beliefs combined form cultural pattern.  A useful “umbrella” that can unite 
the elements talked earlier about is a cultural pattern. However, there are of course 
some limitations in the usage of this notion.  
First of all, people are more than just their culture. Factors such as age, gender, 
education level, socio-economic status, personal experiences shape our worldview from 
early stages in our life. Second, cultural patterns are integrated and cannot operate in 
isolation, meaning determination of one value influence another. Thirdly, cultural 
patterns are dynamic and cultures, as long with values change, however, regardless of 
culture the deep structures are resistant to change. And finally, the patterns can be 
contradictory. 
Many scholars – from anthropologists and social psychologists to communication 
scholars have elaborated system that can be used to analyze the key behavioral patterns 
found in every culture. There are two of them that seem to be at the core of most 
intercultural communication studies: 1) Hofstede; 2) Kluckhohns and Strodtbeck. 
CULTURAL THEORIES: Hofstede’s Model 
Hofstede’s work was one of the first attempts to use statistics in order to explore 
cultural values. Thousands of managers in a multinational organization (IBM) were 
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surveyed in 50 countries. Based on the data countries were classified from 1 to 50 using 
four value dimensions: individualism-collectivism, uncertainty avoidance, power 
distance, masculinity-femininity. Later on the 5th dimension of time orientation (long 
and short term) was added after criticism by Asian scholars and a subsequent research 
in 23 countries. Hofstede (2001) argued that “people carry “mental programs” that are 
developed in the family in the early childhood and reinforced in schools and 
organizations, and that these mental programs contain a component of national culture”. 
(p. xix) 
It’s worth mentioning that Hofstede theory has limitations and was criticized for 
generalizations. Another aspect that was not taken into consideration is that fact that 
within one culture there might be variations (Samovar, 2009, p. 198). 
INDIVIDUALISM/COLLECTIVISM  
How the values of individualism and collectivism are displayed? “Collectivistic cultures 
emphasize community, collaboration, shared interest, harmony, tradition, the public 
good, and maintaining face. Individualistic cultures emphasize personal rights and 
responsibilities, privacy, voicing one’s own opinion, freedom, innovation, and self-
expression”. (Andersen et al, 2003, p. 77) 
 In the dimension of individualism can be described as follows: 1) the individual is the 
most important element in the social setting; 2) independence is stressed here, rather 
than interdependence; 3) individual achievement is rewarded; 4) uniqueness of an 
individual has a supreme value. 
In collectivist cultures there is a notable concern with relationships, since they form a 
rigid social framework that distinguishes between “in-group” and “out-group”.  In 
collectivistic societies interdependence is predominant and individual concerns are 
secondary. “Collectivism means greater emphasis on (a) the views, needs, and goals of 
the in-group rather than oneself; (b) social norms and duty defined by the in-group 
rather than behavior to get pleasure; (c) beliefs shared with the in-group rather than 
beliefs that distinguish the self from in-group; and (d) great readiness to cooperate with 
in-group members”. (Triandis, 2002, p. 139) 
UNCERTAINTY AVOIDANCE  
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Uncertainty about the future is a basic fact of the human life. This dimension defines to 
which extend people within one culture are made nervous by the situations which they 
perceive as unstructured, unpredictable or unclear. (Samovar, 2009, p. 201) 
In high-uncertainty avoidance cultures the ambiguity is avoided by means of 
establishing formal social protocols, written rules, planning, and regulations. Attitudes 
towards deviant ideas and behaviors are rather intolerant. On the other end of 
continuum, low-uncertainty cultures tend to accept more easily the unclear, to be 
tolerant of the unusual, and not threatened by different ideas and people. Initiative is 
acknowledged, while the structure associated with hierarchy is disliked. As a whole, 
there is less constraining with the social protocol.  
POWER DISTANCE 
Power distance is a characteristic that defines to which extend a less powerful person in 
the society accepts the existing inequality and thinks about it as normal. (Samovar, 2009, 
p.203) 
In high-power distance cultures the belief that power and authority are facts of life is 
predominant. Inequality is usually framed in boss-subordinate relationships. In 
organizations within high-power distance cultures you can find greater centralization of 
power with more stress on the importance of the rank and status. Low-power distance 
countries consider that the inequality should be minimized. Subordinates consider 
superiors same people as they are and vice versa. People in power try to look less 
powerful s they really are. In business context you might observe that decisions being 
shared, bosses relying on support teams, subordinates being consulted, and status 
symbols being kept at the minimum. (Samovar, 2009, pp. 204-205) 
MASCULINITY-FEMININITY 
Hofstede uses terms masculinity and femininity to refer to the degree to which the traits 
are revealed. An alternative dichotomy of this dimension is career success vs. quality of 
life or achievement vs. relationship. (Samovar, 2009. p. 205) 
Masculinity characterizes to which extend dominant values in society are male-oriented: 
assertive, ambitious, competitive, strive for material success, and respect whatever is big 
strong and fast. 
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On the other side, cultures that value femininity as a trait make an accent on nurturing 
and caring behaviors. Interdependence in gender roles is valued. In later researches this 
dimension was renamed into Achievement/Quality of life – the term that we use in the 
project. 
 
LONG- AND SHORT-TERM ORIENTATION 
This dimension evolved as the addition to the first four after the criticism of the whole 
theory to have a western bias. New dimension was offered and Hofstede reefed it to 
“Confucian Dynamism”. It opposes long term to short term aspects of Confucian 
thinking: persistence and prudence to personal stability and respect for tradition. 
CULTURAL THEORIES: VALUE ORIENTATIONS BY KLUCKHOHNS AND 
STRODTBECK 
Another taxonomy was created by two cultural anthropologists Kluckhohns and 
Strodtbeck. They have suggested that each individual no matter on cultural origin has to 
deal with five universal questions: 1) What is the character of human nature; 2) What is 
the relation of humankind to nature; 3) What is the orientation toward time; 4) What is 
the value placed on activity, and 5) What is the relationship of people to each other 
(Samovar, 2009:208). 
The first, as Kluckhohns and Strodtbeck call it, value orientation - human nature 
orientation – that defines what is at the core of each individual: good, evil and good or 
evil. Some cultures begin with the premise that all people are evil. In the United States 
for instance it was inherited from Puritan ancestors. In recent years however the shift 
was to mixture of good and evil. In the Arab world where Islam is strong, one can find 
cultures that are imbued with the notion that people have a tendency for evil and 
therefore cannot, when left to their own resources, be trusted to make a correct decision 
(ibid: 209). 
Cultures that embrace duality of evil and good in the universe assign both features to an 
individual person as well. The idea can be clearly seen in the notion of the yang and yin 
cycle for instance. And lastly, the most extreme view on natural goodness can be found 
in philosophies on Confucianism and Buddhism. 
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Second value orientation is a relationship between the human and the nature. It ranges 
from the view that human beings are subject to nature. Cultures that hold this 
orientation believe that the most powerful forces of life are beyond their control. The 
middle approach is that cooperation between human and nature prevails: people should, 
in every way possible, live in harmony with nature. At the other end of the scale is the 
view that forces us to conquer and direct the forces of nature to our advantage (ibid: 
211). 
Cultures vary widely in their perspective toward time. Where they differ is in the 
respective values placed on the past, present, and future and on how each influences 
interaction.  
Activity orientation is the way a culture views activity. Three common approaches to 
activity, as detailed by the Kluckhohns and Strodtbeck, are classified as being, being in-
becoming, and doing (ibid: 213). 
Kluckhohns and Strodtbeck’s orientations are best visualized as points along a 
continuum. Some of the characteristics are similar to the ones discussed by Hofstede. 
This is understandable in that both approaches are talking about meaningful values 
found, to varying degrees, in all cultures. Hence, both sets of research were bound to 
track many of the same patterns. 
IMPACT OF CULTURAL DIVERSITY ON MOTIVATION OF EMPLOYEES  
Various motivation theories address the questions what motivates employees to work 
effectively and productively? That can be challenging jobs, which allows a feeling of 
achievement, responsibility, growth, advancement, enjoyment of work itself and earned 
recognition or work-life balance which might be important for others or professional 
development opportunities or wages. The difference on which attribute is more 
important may be due to cultural influences.  
People use two sources of evaluation to identify whether or not their motives have been 
satisfied: personal standards that are guided by internal criteria and differ from one 
individual to another and standards and norms they get from their social environment 
which are shaped by cultural values. These standards are shared by all members of the 
same culture, and they vary from one culture to another. Therefore, motivational 
practices that have positive meaning in one culture may not have the same effect or 
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actually even have an opposite effect on employee motivation in another culture. (Erez, 
1997, p. 193) 
For example, working in teams may be most desirable in collectivistic cultures, such as 
Japan, Korea, Mexico, but not in individualistic cultures such as the US, Australia, and 
Great Britain. Organizational hierarchy may be tolerated in high power distance cultures 
like the Philippines, Brazil, France, but not in egalitarian cultures like Israel, Sweden and 
Denmark. Lack of separation of roles between men and women may be highly valued in 
societies with highly feminine values such as Sweden and Norway, but not in masculine 
societies like Singapore and Venezuela. A high degree of formality is appreciated in 
societies of high uncertainty avoidance like Greece and Portugal, but rejected in societies 
of low uncertainty avoidance like Sweden, Denmark, and Jamaica. (Hofstede, 1991)  
However, most motivation theories overlook the effect of culture on the motivation 
potential of various managerial and motivational approaches. Such theories focus on the 
individual employee, and overlook the macro-level of cultural, societal, and economic 
factors. 
How to embrace culture into motivation model? And what should be the culture based 
approach to motivation? As Erez states it managers across cultures use four major types 
of motivational practices: reward allocation, participation in goal-setting and decision-
making, job and organizational design, and total quality management (Erez, 1997, p. 27).  
Two cultural values can serve to interpret the meaning of the four motivational 
practices: collectivism versus individualism which explains the preference to work in 
teams or as individuals, and the value of power distance that refers to the level of 
equality or inequality among various organizational levels. 
We will be using the highlighted theories and apply them to the revealed information 
during the research. 
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CHAPTER 3. FINDINGS AND ANALYSIS 
EXPERT OPINION 
We have started discussion on LinkedIn group SIETAR EUROPE: Competence in 
intercultural professions. The demography of the group is comprised of 2,267 members 
of which 24% represent professional training and coaching industry, 13% management 
consulting, 11% education management, 9% higher education and 7% human resources. 
45% of members are at senior positions or owners of the companies. Members at 
management and entry level positions score to 10% of the group each (see Appendix).   
Group can be characterized as active, with discussions and reach comments. Overall, 
amount of comments outnumber amount of discussions started.   
We addressed was how to approach motivation across cultures? The descriptive part 
was as follows:  
How could management approach motivation of employees of different cultural 
background? And should it do so at first place? Taking that person’s expectations 
towards job is influenced by personal goals and cultural values and cultural 
element does matter. Your opinion? (See Appendix) 
The discussion was active for one week in October 2011 and received 22 comments. 
Received comments can be divided into 1)recommendations on existent researches 
related to the field, 2) references to cultural attributes that matter with regards to 
motivation and 3) practical ways how to find the answer to the question. 
MOTIVATION AS A TRICKY TOPIC TO RESEARCH 
A general remark on hardship of linking motivation and culture was given by owner of 
intercultural consulting company from US. He stated that “[m]otivation is a really 
tricky/tough question to address. I believe people usually only have 2 or 3 things that truly 
motivate them. If none of these 2 or 3 things fall within the workplace or job they are 
performing it will be tough to foster motivation.” The motivators, or “the things” were not 
specified but it was pointed that “…job can somehow be connected to their [employees’] 
internal passion or a self-chosen goal, we will be able to foster motivation.” He continues 
that after person’s motivators were identified the intercultural component should be 
taken into consideration: “[o]nce this happens intercultural communication and relations 
can be a hindrance or a support for continued motivation”. 
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Another comment that was given by culture and diversity professional from Canada 
goes along the lines with the opinion of a previous contributor when she says that “I'm 
not sure that this is a simple breakdown of motivation across cultures even given all the 
different information on collectivism vs. individualism and "work to live" vs "live to work." 
She also points that attitudes can vary drastically within one national boarder: “In any 
organization here in Canada with mainly Canadian born employees there will be vast 
differences in attitudes and values to work. For some people having a work-life balance is 
important, for others it will be schedule flexibility or professional development 
opportunities or...wages.” 
We can see in the comments elements of cultural pattern comprised of perception, 
beliefs and values and proposed by Samovar (2008). Element of perception reveals 
from: “…there will be vast differences in attitudes and values to work”. As Samovar (2008) 
pointed it out perception is a process of converting external events into internal 
understanding. Different attitudes to work can evoke from different understanding of a 
triggering event – in our case motivational practice.  She highlights different values: 1) 
“some people having a work-life balance is important”; 2) “for others it will be schedule 
flexibility”; 3) “or professional development opportunities”; 4) “or...wages”. The comments 
more focused on individual level; however with presence of elements of cultural pattern 
it opens the floor for cultural component. 
The comments from these two experts highlight the individual nature of person’s drive 
for work. They both stress the individual component when shaping person’s opinion 
about what motivates him or her. Erez (1997) pointed out that people use two sources 
of evaluation to specify if their motives have been satisfied: personal standards that are 
guided that differ from person to person and standards and norms formed by cultural 
values (p. 197). So, what about cultural component? 
RELEVANT CULTURAL ATTRIBUTES 
Relevance of cultural element with regards to motivation was provided by a comment by 
business consultant from Italy who said: “I was in Taipei last week attending for a 
conference. There was a local boss who was asking for consulting support in addressing 
values and motivation within his managers based in different factories in different counties 
with different cultures. He focused to this as a strong need, with big problems in finding 
good advisers.”  
28 
 
There were no direct comments addressing this particular case, but 7 out of 22 
comments contained in one way or another reference to the cultural attributes that 
should be taken into consideration. 
Intercultural Trainer and Group Facilitator from Israel commented: “I assume that 
several major factors [that influence motivation] are: Individualism versus collectivism, 
Hierarchy and exceptions from the manager/boss, rewards and recognition system, and 
how much the society values who "build their career with their 10 fingers." 
Expert had put cultural dimension of Individualism-Collectivism by Hofstede (2005) on 
top of the list.  Characteristic of someone who “built their career with their 10 fingers” 
refers to his dimension as well. Hierarchy and “exceptions from the manager/boss” can 
be related to dimension of Power Distance. 
Cultural Trainer & Coach from Argentina went on with adding: “I would include in 
addition to the cultural dimension Masculinity - Femininity, now called Achievement - 
Relationships (it was renamed, don’t remember the exact name).”  Reference to the 
dimension of Masculinity-Femininity was made also by founder of intercultural 
consulting, training, and dialogue facilitation practice from USA: “…regarding Hofstede 
the new language is Achievement vs Quality of Life... The dimension being considered here 
is the value placed on work - does one work to achieve their goals/position (e.g., live in 
order to work) or does one choose a vocation/job that allows them to maintain a quality of 
life outside of work (e.g., work in order to live).”  
We could observe that name of the dimension was debated as such and experts 
preferred to call it Achievement/Quality of Life rather than Masculinity/Femininity. 
Intercultural advisor and trainer from the Netherlands commented that “[p]ersonally 
'Achievement vs Quality of life' appeals to me too.” 
RELEVANT, BUT NOT IMPORTANT 
In one of the comments an academia representative from New Zealand referred to 
previous research on motivation among students where the goal of the research was to 
look at performance approach, performance avoidance and mastery goal motivation. He 
summarized the research by saying that “of course there are differences that relate to 
values, but overall, the profiles were highly similar across countries (13 countries in our 
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case). It is also important to note that we often believe that people's values are strongly 
shaped by culture.”  
He argues later that the impact of culture is overrated and that some of the researches 
reveal week connection, providing reference to a research on motivation in educational 
setting: “However, an analysis of all the big available value data sets shows that literate 
and educated individuals in all modern societies are valuing the same things. Culture does 
not have such a strong influence on what we deem important in our lives as is often 
thought. The largest differences exist around religious values”. The argument provided is a 
controversial. On one hand an expert suggest that the cultural values do vary, but that 
we tend to overestimate the effect of it and that “educated individuals in all modern 
societies are valuing the same things”; at the same time he says that differences do occur 
around religious values and as Samovar (2009) pointed religion is important component 
that shapes beliefs and contributes in formation of cultural pattern structure (p. 188). 
Taking a ubiquity of this comment into consideration we can take this critical opinion as 
an important element in the investigation because it contributes in forming an objective 
view on topic of motivation and culture.  
HOW TO ADDRESS 
Comments were rather constructive and empathetic in character and apart from actually 
suggesting which dimensions should be checked in order to link motivation and culture, 
there were suggestions on techniques that can allow doing that. The solution proposed 
can be summarized as a survey among employees involved, which will reveal their 
expectations. Culture and diversity consulting professional from Canada said: “I would 
suggest that you might want to consider an employee survey and find out what are the top 
four or five things that motivate your employees and than based on that information, 
figure out some strategies that could be implemented that will be useful to your employees 
and to the company.” 
Another expert suggested: “Probably the best option would be to inquire with the 
individuals in your team (survey or interviews, also setting of development plans that fit 
the needs and requirements of both the job and the employee).” 
Owner of intercultural consulting company from linked motivational and cultural 
aspects by suggesting to identify cultural issues after the organizational goals towards 
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motivation were defined: “ Identifying the stress points within the 
components/actions/procedures that are utilized by the organization to achieve it's 
goals/objectives will provide insight as to both why the employee lacks motivation and 
what the intercultural missteps may have been that created a lack of motivation or 
miscommunication.” 
All in all the discussion was a fruitful way to receive a professional view on the subject. 
Relevant references were provided and discussion was engaged and ongoing. 
SURVEY: CULTURAL AND MOTIVATIONAL OUTCOME 
Our investigation reveals the great impact of the internet, the existence of Multinational 
Corporation, globalization, free-market economy, and international trade agreements 
leading to highly skilled migrant labour, on the movement of workers from one country 
to another. This not only creates a challenge for the managers to manage this divergent 
workforce but also raises issues of cultural impact on their motivation to work. 
The following are the answers to the questions presented in the questionnaire which 
buttress this facts mentioned above. For easier access to the questionnaire the 
paragraphs as numbered in relation to the question raised in the survey as can be seen 
in Appendix 3. 
GENERAL OBSERVATION 
1) 7 respondent put their email address when ask to write their e-mail address. 
2) These 7 respondents are interested in getting the result of the survey as their 
response was yes when asked if they would like to get the result of the survey. 
3) There is a balance of gender as we have 61% female and 39% male. This also shows 
the facts that female are the majority in the world population. 
4) The entire respondents (100%) are between the ages of 20 to 40 years which is a 
reflection of the age group that have been working in a foreign country. 
5) Everyone of the respondent are educated, thus when asked of their highest level of 
education, 50% had their bachelor, 39% masters degree and 11% MBA. 
6) The result of the survey shows that the respondent are working in various fields such 
as IT& software development, facility services, management and consulting, aviation and 
other sectors. 
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7) When asked of the functional discipline of their job, some are into Human resource, 
engineering, IT, marketing and sales, and other kinds of job. 
8) Majority for the respondent came from many different nationalities. 
9) 72% of the respondent had worked abroad, only 28% had not had that experience. 
10) This 72% had worked in countries such as Denmark, UK, Canada, and India. 
WORK STRUCTURE AND MOTIVATION 
11) The result also shows that the following factors are given more consideration in 
their place of work: group responsibility, group interest is more important than 
individual interest and that quality of life and work balance is more important to most of 
the workers. 
12) When asked to choose three things that characterizes their values in the best 
possible way, 54% said they give high value to personal achievement and success, 54 % 
have preference for social equality and tolerance, 69 % said they value independence 
and creativity and only 23% value social status and recognition. 
INCENTIVE AND MOTIVATION 
13) Reward in terms of salary is given equally based on qualification according to 46% 
of the respondent, while 54% acknowledge the fact that it’s given equally and based on 
performance. However there is little or no bonus for performance mainly. Thus, this is a 
lacuna that needs to be filled, in other to raise the motivation of the worker as they feel 
that management policies should take into consideration the impact of culture on their 
motivation. Our finding reveals that the primary motives of most that have worked in a 
foreign land include financial benefits. 
14) The subsequent question on how their attitude towards reward allocation buttress 
the fact that 46% were not very satisfied that it is fair the way it is been allocated. They 
feel that the money they are paid is not commensurate to their effort. There is also lack 
of information on what to do in other to get bonus and the bonus is only given at the end 
of the year and in form of gift with no relation to performance. 
MOTIVATION THROUGH JOB DESIGN 
15) Our investigation shows that workers face a lot of challenges when they work 
with people of different cultures.  To some extent they do not understand the need to 
work in group or are not used to working in a group.  This might pose a lot of challenge 
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on their motivation to carry out their job efficiently and effectively too. Even though only 
31% accept that their work is design to minimise routine work by rotating between 
teams, they find it difficult or challenging to do so. The reason being that they have to 
meet different people and learn to understand them before they can work along with 
them.  
16) Only 46 % of the respondent have divers task in their group 
MOTIVATION AND COMMUNICATION 
17) Language of communication and the communication style coupled with cultural 
differences creates a communication barrier. Only 46 % of the respondent 
acknowledged that communication between department team was effective.54 % testify 
to the effect that miscommunication happens due to cultural differences or style of 
communication. Thus, worker could lose their motivation to work if they cannot get 
along with their colleagues at work. They could also be affected if most of their 
colleagues communicate in their local language thereby neglecting their presence in 
their mist.  
Most often worker are told how important customers are, without letting the worker 
feel cherished or appreciated, this could also have a negative impact on their motivation. 
FEEDBACK AND MOTIVATION 
18) About 46 % of the respondent get feedback from the company, 54 % on the other 
hand says there is no periodical feedback it only happens randomly. Lack of regular 
feedback could affect the way workers feel. Some may feel neglected or that they are the 
slave of the company and are used when the need arises without any information as to 
the outcome of the hard work. Thus, this might arose the feeling that the company does 
not care about them and that the company hardly listen to their own opinion and ideas, 
which might affect them negatively. 
 
CULTURAL DIMENSIONS  
Based on the recommendation from experts we have followed the pattern that was 
suggested: have dimensions of Individualism/Collectivism and Masculinity/Femininity 
investigated. Table 1 shows the Masculinity Index Value (MAS) and Individualism Index 
Value (IDV) where the suggested by Hofstede (2005: p. 78, 121). Selected countries are 
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1) countries of the origin of the respondents, and 2) countries they have worked for the 
longest period of time.  
Table 1: Masculinity Index and Individualism Index 
Country 
Masculinity Index (MAS) 
Values 
Individalism Index (IDV) 
Values 
Brazil 49 38 
Canada 52 80 
Denmark 16 74 
France 43 71 
India 56 48 
Pakistan 50 14 
UK 66 89 
West Africa 
(Ghana) 46 20 
 Source: Hofstede, 2005 
Two of the respondents were coming from Latvia and Mongolia – these two countries 
were not in the research by Hofstede. We used participant’s own evaluation of 
themselves: how they characterized their values. Respondent from Mongolia highlighted 
value “I value independence and creativity”; whereas Latvian respondent have chosen 
two options: personal achievement and success and independence and creativity. For 
the research purposes we have taken both individuals inclined to Individualism and 
Masculinity dimensions with value above average.  
We have asked first how participants can classify country he or she had the longest 
period of working time, other then country of origin.  From the received answers we 
have decided to focus on two countries – Denmark and India which lie in different 
quadrants in Hofstede dimensions (see Table1) in order to see the background of that in 
the respondents’ opinions in contrasting cultures. 
7 respondents have worked in Denmark for the longest period of time. 5 out of 7 have 
indicated that group interests are more important; 4 out of 7 that quality of life and 
work/life balance is more important; and 3 out of 7 respondents have indicated that 
responsibility belongs to group. Two attributes: “group interests are more important” 
and “responsibility belongs to the group” at first site are related to Individualism Index 
(IDV) which is rather high for Denmark (74).  On one hand this doesn’t match the results 
of the survey. However, IDV is not on the maximum for Denmark, the USA has 91 value 
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(Hofstede, 2005, p. 78). This attributes can be related to Masculinity Index, which is 16 
for Denmark, bringing Denmark to Feminine part of the axis. Interdependence and 
relationships are valued in this dimension and the group related attributes can be 
interpreted as such. Individualism can be proved to be high by attribute of quality of life 
and work/life balance. In individualistic cultures the person’s time is valued: a job 
should leave sufficient time for personal or family life (Hofstede, 2005. P. 76). So, we can 
see reflection of dimensional values in the respondents with regards to Denmark.  
Two respondents indicated India as a country they worked longest period of time. India 
has 56 for MAS and 48 for IDV by Hofstede classification. In other words it lies on the 
opposite axis from Denmark in Masculinity/Femininity dimension. The 
Individualism/Collectivism dimension is rather different in comparison with Denmark 
as well. Respondents indicated India as a country where group interests are more 
important and responsibility belongs to group. The results can be interpreted with 
regards to Individualism/Collectivism. India can be classified as a collectivistic culture 
and respondents’ replies matched the pattern of Hofstede dimensions. Respondents also 
commented on India as a “complicated and diverse culture”, which can be explained by 
differences between country of origin of the respondent (Ghana); and with “focus on 
client needs” which can be interpreted within the context of Individualism/Collectivism 
dimension, when a collective effort is needed in order to serve client in a best possible 
way.  
So, we can see that dimensional values of Hofstede can find proof in empirical evidence 
that we used. With this in mind we can move on to the respondents’ opinions of effect 
the culture had on the motivation. 
HOW CULTURE INFLUENCED MOTIVATION? 
We have asked if respondents thought the culture of their host country influenced their 
motivation to work and how. 8 respondents replied positively. 
One of the respondents said that “it’s quite challenging the way people think and consider 
opinions”. The comment was given by a respondent from France who has worked in 
Denmark for one year in facility services industry. He mentioned that he worked mostly 
individually and prefers to work individually. The provided comment can be analyzed 
from cultural pattern concept, where perception, beliefs and values interplay and 
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perception have a major impact on formation of values. Challenge in the way people 
think and consider opinions relates to perception, because reaction on the received 
message, the way a person reads the message influenced by perception. Perceptions 
vary from person to person in one country and different culture makes variation even 
bigger. And since perception is a cultural construct as Samovar (2009) put it, the value 
of a challenge mentioned is high.  France and Denmark are rather close in IDV value (71 
and 74 respectively), gap in MAS value is higher (43 and 16 respectively), but both are in 
the axis below half. Respondent gave high value to independence and creativity and 
categorized Denmark as a country where group interests are more important. Given 
description is linked with IDV and MAS values. Interestingly, we can see that even if one 
of the cultural dimensions is rather similar, the respondent stresses challenge related to 
differences in perception that was faced.  
Respondent from India who has worked in Denmark over 7 years in marketing and sales 
function answered positively that culture affected his motivation to work: “Yes, I respect 
my team and seniors, and due to that they respect me and my decisions in return”. 
Dimension of power distance be inserted form this comment where the respondent 
refers to the respect to “my team and seniors” and respect in return. India is has score of 
77 of Power Distance Index, while Denmark 18 (Hofstede, 2005, p. 44). We can relate 
the remark about respect to this dimension. As we have discussed before in high-power 
distance cultures the belief that authority and power are facts of life is predominant. 
Respondent coming from a culture with high power distance and working in a low-
power distance one still refers to his own background, mentioning respect to seniors. 
We can see that effect of cultural differences on motivation was acknowledged, while 
perceived through the dimensional lenses of country of origin. 
Another positive respond on connection between culture and motivation came form an 
interviewee from Brazil who had worked in IT industry abroad for over 5 years and 
indicated India as a country he worked the longest period of time. He commented about 
the culture of country of origin stressing importance of relationship at work in Brazil. 
The relationship creates a bond among team members that lead to greater results for 
the client: “Yes. Here in Brazil we are very happy people and we have good relationship. 
We have meetings and health discussions that create great solutions for client problems.” 
Brazil has a relatively low score for IDV (38) and is a collectivistic culture; the comment 
shows that person values harmonic relationship at work. 
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IT professional from Ghana who worked in India for a year said that his motivation was 
not influenced by culture. He pointed the basics of the living which were a concern: 
hygiene, food and communication: 
“…To start with my abdomine was not comfortable with the Indian food, it was just too 
spicy. It was difficult sometimes working with an empty stomach. Hygiene was also another 
negative influence. The streets where always dirty and sticky. Surviving in this country for 
more than one year was big deal to me. Another obstacle was communication. It was 
always hindi everywhere even with my team members.” 
Though the respondent replied negatively on the connection between culture and 
motivation for him, cultural dimension of uncertainty avoidance can be retrieved from 
the comment. This dimension defines to what degree people are made nervous by the 
situations which they perceive as unstructured, unpredictable or unclear. Obstacle with 
communication that was mentioned, when colleagues speak in their native language that 
is not known to foreign employee, cause frustration at workplace and can be described 
as unclear. So we can see even if the cultural dimension difference is present in a 
workplace situation, an employee may not always perceive if it has an impact on his or 
het motivation to work.  
MOTIVATIONAL PRACTICES AND CULTURE 
Respondents who said that culture had effect on motivation and have elaborated on the 
reasons in one way or another included remark on communication between colleagues 
or between senior people and subordinates: 
“The line between boss and the subordinates are fairly small, which gives a 
possibility to communicate closely and without any disturbances with your boss.” 
Respondent form Mongolia who had worked in Denmark for over two years: 
 
“… its quite challenging the way people think and consider opinions” 
Respondent from France who had worked in Denmark for one year: 
 
“…Here in Brazil we are very happy people and we have good relationship. We have 
meeting and health discussions that create great solutions for client problems.” 
Respondent from Brazil who had worked in India for 5 years: 
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“…I respect my team and seniors, and due to that they respect me and my decisions 
in return.” respondent from India who had worked in Denmark for over 7 years. 
 
Relationship of people to each other is one of cultural value attributes by Kluckhohns 
and Strodtbeck.  Ability to communicate with the boss on one level or clearly with 
subordinates considered as an important aspect in work setting. Smooth communication 
in respondent’s opinion influences positively their motivation to work.  
 
Ability to give and receive feedback is a way to create transparency in communication 
within the team.  We have seen that depending on where the respondent came from the 
way of expressing the importance of communication varied. Feedback as final element of 
job design has influence on motivation and we have seen that as a subject to a culture it 
can mean less or more for an individual.  
WORKING STYLE PATTERN  
One of the questions that we addressed in order to see a pattern with regards to 
Individualism/Collectivism dimension was about preferences in a working style: 
individual work or in a team work. 3 respondents mentioned that they prefer one style 
but worked in another (Table 2, 3).   
Table 2. Responses with mismatching preferences and actualities towards working 
style: IDV values. 
Home 
Country 
Country 
Abroad 
How do 
you mostly 
work? 
How do 
you prefer 
to work? 
Influence of 
culture on  
motivation 
IDV, 
Home 
Country 
IDV, 
Country 
Abroad 
Ghana Denmark 2* 1 Yes 20 74 
Brazil India 1* 2 Yes 38 48 
Denmark Canada 1 2 No 74 80 
*1 – Individually; 2 – in a team 
Two of those respondents found the cultural differences influenced motivation to work. 
While for a respondent from Ghana who had worked in Denmark that pattern can be 
seen in differences in IDV value, for respondent from Brazil who had worked in India the 
gap between IDV of home and host countries is present but not that big. For a person 
from Ghana the preferred way of work was individually, which is contrary with IDV 
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index value for Ghana, but fits the IDV of host country Denmark. Respondent form Brazil 
coming form rather collectivistic culture (IDV=38) have shown a correlating preference 
to work in a team even the host culture of India, which is also characterized as 
collectivistic with IDV of 48.  The results can be interpreted in a way that respondents 
have adjusted their preferences to the respective host culture and that affected their 
motivation to work. 
Table 3. Responses with mismatching preferences and actualities towards working 
Home 
Country 
Country 
Abroad 
How do 
you mostly 
work? 
How do 
you prefer 
to work? 
Influence of 
culture on  
motivation 
MAS, 
Home 
Country 
MAS, 
Country 
Abroad 
Ghana Denmark 2* 1 Yes 46 16 
Brazil India 1* 2 Yes 49 56 
Denmark Canada 1 2 No 16 52 
*1 – Individually; 2 – in a team 
Respondent from Denmark who had worked in Canada had a different from reality 
reference towards style of work, but haven’t indicated that culture had an effect on 
motivation. This can be explained using the Individualism/Collectivism dimension in 
which Denmark is close to Canada. Preference to work in a team rather than individually 
can be perceived from Masculinity/Femininity dimension: individual in feminine society 
will rather work in a team than on his or her own; which is the case in here. 
Those respondents whose preferred and actual work style was identical had close 
values for IDV in their home and host cultures, or live long enough (over 7 years) to 
switch preferences towards dimension of host culture. Pattern with regards to 
Masculinity/Femininity was not that traceable.  
So we have find out that working style in a host culture, if it is differs from individual’s 
own culture, can be element that affect person’s motivation to work. 
ANALYSIS OF MOTIVATION THROUGH CULTURE AND COMMUNICATION METHOD 
It is important that the company should have a set of well defined corporate culture that 
could assimilate a diversified workforce, the reason is that most workers have been 
influenced by their religious believes, personal values, and a pattern of behaviour 
necessitated by the environment where they grow up. This sometime exert much 
influence on them that it takes a long time for some to relinquish the culture of the home 
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country and imbibe the new way of doing things in the foreign country where they are 
working. A typical example is one of the respondents that were asked if the culture of 
the host country influenced his motivation, he said “To a great extent. Yes......... It took me 
about 2 months to put my all into work while in India but in Germany, after the 1st 
week, I wanted to do more as my expectations were far met and the culture was not as 
complicated as I anticipated”. This is in accordance with parker et al. (2003) that values 
and beliefs guides ones behaviour and that these factor have an impact on the 
motivation of workers. 
Another factor that merits consideration is the kind of relationship that exists among the 
workers as this could also affect their motivation. People generally feel motivated to 
work where there is good atmosphere, and where people are happy, cheerful and easily 
get along with one another. Kressler (2003) attested to this by stating that one is 
motivated to work by belonging to a group. 
For there to be effective communication among the diversify workforce there is the need 
to adopt a particular language of communication. This helps all to express themselves 
freely. Lack of such communication could lead to worker grouping themselves based on 
their nationality and communicating in their local language which might be affecting the 
motivation of other workers from different nationality. 
ANALYSIS ON MOTIVATION THROUGH INCENTIVES 
Although, 54 % acknowledge that reward is allocated equally and based on performance 
the facts discovered from this investigation shows that lack of performance does not 
result to low salary which is in line with the thought express by Person (1994). This is as 
a result of the fact that worker are paid in terms of the agreement reached in the job 
contract. Thus even when they work hard their salary remains the same and can only be 
increased through reward. The reward given is so small and sometimes insignificant to 
the workers.  
For reward to motivate a diverse work force it needs to be realistic, reasonable, 
attainable and executed within the time frame of the job performance. When this is not 
done workers could not see the nexus between the actual performance and the reward 
and this could result to lack of motivation, even if there were reward it will not have its 
full effect as workers may feel that they are trained to execute a task and get paid 
irrespective of fact that it is well executed or not. 
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Similarly, the 46 % that said that reward are allocated equally shows that the reward 
system is not based on performance. This could also be a de-motivating factor for good 
performance, as some could not see the need to work so hard and receive the same 
reward package with others who have not put in similar effort.  
This is in line with kresslers (2003) view that when company puts an idea that an extra 
work will lead to a bonus, only few of the workers will try to work hard if the reward 
will be collective. Thus, for a diversified work force, there is the need to make an 
individually based bonus system that will reward the workers based on their individual 
performance as most of them might have greater need based on their cultural 
background and expectation. Financial motivation in terms of bonus often leads to an 
increase in motivation as Persson (1994) puts it, it gives the workers a target to fulfill, 
and motivate them to work harder. While the majority might focus on the financial 
reward, the minority might be interested in non-financial reward resulting from 
intrinsic motivational factors such as feedback which gives them a sense of 
accomplishment, recognition and good feelings for a work well done. 
The reward offered need to be given careful consideration so that it does not induce the 
workers to work so hard, resulting to stress and incapacity to perform and thus lack of 
motivation. Articulating on this McCausland et al (2005) pointed out that such type of 
incentive does not add value, particularly when workers feel that they are forced to 
perform. This might lead to negative feelings such as lack of care on the part of the 
workers and resistance to work efficiently; thus, the need to tailor the reward in such a 
way that it will achieve the primary objective of motivating the workers rather than de-
motivating them. 
Large reward expectation can actually arouse incentive motivation, thus necessitating 
workers to engage in activities that will lead to the reward. This is important 
particularly if the reward is highly valued by the workers. On the other hand it will be 
de-motivating if the reward is so small, insignificant and has no value for the workers. 
ANALYSIS OF MOTIVATION THROUGH JOB DESIGN 
A workforce that comprises of people from different nationalities needs to put into 
consideration its workforce in its job design. This is in harmony with Shady (2004) who 
suggested that a company needs to design its job to suit the employees. The company 
can foster social and racial equality among its workforce. This will mitigate the undue 
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hardship that could have been created by some workers feeling superior over other 
worker from different nationality, which might result to inferiority complex and lack of 
motivation. 
Proper training of the workers to imbibe good corporate ethics and standards in their 
relationship with fellow workers is also essential. This will enable all the workers to see 
the aims and objectives of the company. To learn the corporate culture, values and thus 
acknowledge it as a principle to live and work with, rather than an imposed foreign way 
of doing things.  
Most workers from different cultures have some cultural imposed needs such as the 
extended family system, taking care of old parents, or visiting their family relatives. 
Thus, the need to have life work balance to accommodate those needs is very essential. 
This might require some flexibility in the job design. 
ANALYSIS OF MOTIVATION THROUGH FEEDBACK 
An essential aspect of the motivation of a diversify workforce is through feedback. 
Worker need to know that they are carried along in the business operation of the 
company by letting them know how their work is contributing to the success of the 
company, what they need to improve on and be commended for their effort. It is de-
motivating if proper or misapplied feedback is given, particularly when it is always 
negative with no commendation for the effort put by the workers. As some of the worker 
may consider it to be discriminatory, while some from other cultural background might 
get offended.  Fuller & Farrington’s (1999) states that lack of feedback could give 
unpredictable outcome, thus, feedback ought to be given regularly as this is essential for 
performance optimization.  
Feedback should be tailored to the needs of the company or to a particular worker and 
should not be overly critical. Rather it should be given with the aim of unlocking the 
potential of the worker in a mild manner, showing appreciation and recognition for a 
work well done while pointing out area to work or improve on. Such will be a powerful 
motivational tool one can think of as Wiley (1997) pointed out. 
An important aspect of feedback is that it should not only come from the management, 
the worker should all be given a chance to give suggestions and when the suggestion is a 
good one it should be taken into consideration. This motivate worker if they give 
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suggestion and their thought is taken into consideration. Holtz (2004) emphasis this 
when he argued that the workers should be able to ask questions and leave suggestions. 
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CHAPTER 4. CONCLUSION 
We have combined individual level and cultural level in our analysis and have found out 
that perception as a foundation of a cultural pattern influences person’s motivation. This 
is applicable for different cultures with different cultural values. In other words cultural 
differences have to be taken into consideration when implementing motivational 
practices. Since most of motivational theories were developed in the so called West and 
in many cases in the US they reflect the cultural values of the country of origin. That in 
many cases means focus on individualism: expectancy and equity theories focus on 
achievement, willingness to accept risks, perfectionism and high concern with 
performance. Therefore the solution towards motivation proposed by the theories may 
not be universal due to lack of the cultural component. 
We have seen in our sample that cultural dimensions vary. People put different value, 
accent on what matters to them depending on their cultural heritage. We have also seen 
that workers have tendency to adjust towards values of the host culture with time spent 
there. Duration is important factor on worker’s adjustment and acceptance of host 
culture attitudes; however the acceptance may not be interpreted as sharing and 
following the values. The core cultural values hardwired deeply and in the early age and 
have resistance to change. What can change with time spent in other culture are 
awareness, knowledge, and eventually skills to cope in a different setting.    
As a suggestion to managers that have to embrace diversity of the workforce, we can say 
that perceptions of people should be taken into consideration when considering which 
motivational practices to choose and implement. As Andrew Gould, CEO of leading 
company in oil industry said in a recent interview in April 2010 to McKinsey: “You have 
to accept that you’re going to work with people of different cultures, and that not one 
culture is going to dominate” (McKensey, 2010). That means that managers should know 
their workers: what is it that they value. This knowledge will help discovering the 
insights and contribute positively towards creation of understanding within 
organization. By means of series of interviews, surveys and conversations a manager can 
get to know his or her subordinates in order to know what they value most and roll-out 
motivational practices accordingly.  
In motivation one size does not fit all.  The expert opinion on motivation across cultures 
proved that dimensions of culture should be investigated prior making a final decision in 
which way to aspire employees. A two-step process should be applied when linking 
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motivation and culture. First, a manager should be clear with purpose of motivation, 
motivation for what? After that is clear, cultural portrait of employees should be 
investigated, might be with assistance from intercultural coaches and consultants and 
then the end version of motivational practices can be created and it would include 
interests of all parties involved.  It is not only managers who should be aware of cultural 
differences and be able to act in intercultural management setting, it is also employees 
that operate in diverse environment who should be acquainted with reach cultural 
pattern on the workplace and know how collaborators perceive reality and what they 
values. This mutual intercultural awareness should pay off in terms of performance. 
We have looked at generations X and Y – those that are exposed to increasingly global 
market situation. Evidence from migration researches shows that migration flows will 
be on the rise and the cultural clashes would continue to occur.  
We think that farther research on topic of motivation and culture should elaborate on 
motivational theories that embrace cultural component. Diverse workforce being a 
relevant aspect in today’s globalized reality is becoming an everyday situation that 
managers and subordinates need to deal with. Moreover, we think that the questions of 
intercultural motivation should be debated and be part of syllabus of current 
motivational studies in order to bring practical ground.  
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Appendix 1. LinkedIn group demography  
Picture 1. Demographics of LinkedIn Group Competence in intercultural professions: 
Seniority  
 
Source: LinkedIn, 2011 
 
Picture 2. Demographics of LinkedIn Group Competence in intercultural professions: 
Industry 
 
Source: LinkedIn, 2011 
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Picture 3. Demographics of LinkedIn Group Competence in intercultural professions: 
Activity 
 
 
Source: LinkedIn, 2011 
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Appendix 2: LinkedIn group discussion 
LinkedIn Group: Competence in intercultural professions 
Discussion  
 
How to approach motivation across cultures? 
How could management approach motivation of employees of different cultural background? And should it 
do so at first place? Taking that person’s expectations towards job are influenced by personal goals and 
cultural values and cultural element does matter. Your opinion? 
1 month ago 
3 people like this 
22 comments • Jump to most recent comments 
Intercultural Trainer and Group Facilitator from Israel • Maybe this could help? 
http://edu.haifa.ac.il/personal/asomech/Publications.files/erez_somech%281996%29.pdf 
Prof. Erez is an important professor in this field of CC and work motivation. 
1 month ago• Unlike 
 
Dina Sultanova • Marion, thanks for the input!  
Indeed, the differences can be present even within one country boarder and, as the article shown, they have 
an influence on the performance. The question is till what extand the influence is greater (or weaker) if the 
cultural differences are vast (taking Dane and Indian persons for instance).. 
1 month ago 
 
 
Intercultural Trainer and Group Facilitator from Israel  • Thank you for your reply 
 
I assume that several major factors are: Individualism versus collectivism, Hierarchy and exceptions from the 
manager/boss, rewards and recognition system, and how much the society values who "build their career 
with their 10 fingers." 
 
Prof. Erez has another article that might be more helpful albeit it is a long article  
http://ie.technion.ac.il/~merez/papers/frontwm.pdf 
 
In addition I found over the web several other articles:  
http://www.cmct.net/articles_culture_motivation.html 
 
www.academicjournals.org/ajbm/pdf/pdf2009/Apr/Iguisi.pdf 
 
http://mba.tuck.dartmouth.edu/pages/faculty/petia.petrova/Petrova%20Web%20site%20material/Person
ality%20and%20Individual%20Differences%20-
%20Final.pdfhttp://www.academicjournals.org/ajbm/pdf/pdf2009/Apr/Iguisi.pdf 
1 month ago• Like 
 
 
Dina Sultanova • Agree about the major factors, espesially the Individualism Vs. Collectivism - probably one 
of the strongest factors. The list looks rather impressive - will need some time to go through! Thanks one 
more time! 
1 month ago 
 
Culture and diversity consulting professional from Canada • Dina - I'm not sure that this is a simple 
breakdown of motivation across cultures even given all the different information on collectivism vs. 
individualism and "work to live" vs "live to work." In any organization here in Canada with mainly Canadian 
born employees there will be vast differences in attitudes and values to work. For some people having a 
work-life balance is important, for others it will be schedule flexibility or professional development 
opportunities or...wages. The list of individual motivational factors is endless. However, everything I've read 
on employee engagement and recognition suggests the first thing an employer needs to do is to truly know 
who their employees are and what motivates them in particular. I would suggest that you might want to 
consider an employee survey and find out what are the top four or five things that motivate your employees 
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and than based on that information, figure out some strategies that could be implemented that will be useful 
to your employees and to the company. 
1 month ago• Like 
 
Cross Cultural Trainer & Coach from Argentina • Hello Dina, I would include in addition to the cultural 
dimension Masculinity - Femininity, now called Achievement - Relationships (it was renamed, dont 
remember the exact name).  
hope it helps! ANA 
1 month ago• Like 
 
Dina Sultanova • @ Stephanie - golden words about variation of the attitudes within one country. I guess it's 
just proves your statement about the need to know your employees. I mean when the cultural aspects comes 
in play - you need to know them even better.. Thanks for survey ideas - will elaborate on that! 
 
@ Ana - indeed the dimensions might help, and thanks for hint about renaming. Naming does matter i'd say :) 
I've found other alternative name for it - career success vs. quality of life. 
1 month ago 
 
Consultant at Europublic sca/cva and Public Relations and Communications Consultant 
Brussels Area, Belgium • I think the word you were looking for is 'Ascription' (Trompenaars) 
1 month ago• Like 
 
Cross Cultural Trainer & Coach from Argentina  • Hello Richard, thanks! Achievemtn - Ascription is one of 
the seven dimentions of Trompenaars as you well mentioned.  
But I referred to Dina, the cultural dimension of Hofstede, Masculinity-Femeninity who was renamed by 
Hofstede and his team according to the new edition Software of the mind. It was called Achievement 
Orientation and RElationship Orientation. Need to check the exact name. In that edition, HOfstede includes a 
sixth dimension Indulgence - Restraint  
Thanks!!! 
1 month ago• Like 
 
 
Senior Lecturer at Victoria University of Wellington New Zealand  • We did some work on student 
motivations some years back, specifically looking at performance approach, performance avoidance and 
mastery goal motivation (http://www.mendeley.com/research/cultural-differences-in-academic-motivation-
goals-a-metaanalysis-across-13-societies/). Of course there are differences that relate to values, but overall, 
the profiles were highly similar across countries (13 countries in our case). It is also important to note that 
we often believe that people's values are strongly shaped by culture. However, an analysis of all the big 
available value data sets shows that literate and educated individuals in all modern societies are valuing the 
same things. Culture does not have such a strong influence on what we deem important in our lives as is often 
thought. The largest differences exist around religious values 
(seehttp://jcc.sagepub.com/content/early/2010/09/08/0022022110381429.abstract). Probably the best 
option would be to inquire with the individuals in your team (survey or interviews, also setting of 
development plans that fit the needs and requirements of both the job and the employee). 
1 month ago• Like 
 
Business Consultant CMC Bari Area, Italy • I was in Taipei last week attending for a conference . There was 
a local boss who was asking for consulting support in addressing values and motivation within his managers 
based in different factories in different counties with different cultures. He focused to this as a strong need, 
with big problems in finding good advisers. 
1 month ago• Unlike 
 
Dina Sultanova • @ Ron - Thank you for academic referrence. @ Francesco - Thank you for example of the 
query. What did you reply to the Taiwanese gentelmen? 
 
That's interesting how practicioners see insights into motivation across cultures as a high necessity, when at 
the same time some scholars do not find a strong correlation among the two.. 
1 month ago 
 
Founder of In[ter]Sights, an intercultural consulting, training, and dialogue facilitation practice from 
USA • @ Ana, Richard - regading Hofstede the new language is Achievement vs Quality of Life, although the 
words Ana and Dina use are quite accurate descriptors. The dimension being considered here is the value 
placed on work - does one work to achieve their goals/position (e.g., live in order to work) or does one 
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choose a vocation/job that allows them to maintain a quality of life outside of work (e.g., work in order to 
live). Acheivement vs. Ascription dimension (Trompenaars) considers how one is expected to reach a given 
position in the organization - is it because of the level of work they have done or is it because of who they 
know or who they are related to. Hope this helps. 
1 month ago• Like 
 
Cross Cultural Trainer & Coach from Argentina  Wonderful Darin!! you hit the nail. Thanks for letting me 
recall the name of the Hofstede dimension! 
1 month ago• Like 
 
 
Founder of In[ter]Sights, an intercultural consulting, training, and dialogue facilitation practice from 
USA •  Motivation is a really tricky/tough question to address. I believe people usually only have 2 or 3 things 
that truly motivate them. If none of these 2 or 3 things fall withn the workplace or job they are performing it 
will be tough to foster motivation. That being said if the job can somehow be connected to their internal 
passion or a self-chosen goal, we will be able to foster motivation. Once this happens intercultural 
communication and relations can be a hindrance or a support for continued motivation. Additionally, I would 
suggest the client's organizational goals and objectives need to provide the framework for why it is that 
motivation matters (i.e., Motivatin for what purpose?). Identifying the stress points within the 
components/actions/procedures that are utilized by the organization to achive it's goals/objectives will 
provide insight as to both why the employee lacks motivation and what the intercultural misteps may have 
beeen that created a lack of motivation or miscommunication. 
1 month ago• Like 
 
Consultant at Europublic sca/cva and Public Relations and Communications Consultant • I'm not sure 
Hofstede improved the Masculinity/Femininity dimension by calling it Achievement/Quality of Life. 
Achievement is to some extent objectively measurable, but how do you define and measure Quality of Life? 
It's a strictly cultural thing again... 
1 month ago• Like 
 
Founder of In[ter]Sights, an intercultural consulting, training, and dialogue facilitation practice from 
USA • • Yes Richard, I did not mean to imply this was Hofstede's modification. Thanks for catching this. The 
language I mentioned I believe came from ITAP International, a consulting group that has done extensive 
work with Hofstede's dimensions. I do not know if there is a direct connection between ITAP and Hofstede 
but my impression has been that there is. If that's true then Hofstede likely had some influence on the 
language. Can anyone offer insight on this? 
1 month ago• Like 
 
Cross Cultural Trainer & Coach from Argentina • The last edition of Cultures and Organizations 3rd ed, 
(2010) has an explanation about the renaming of the Masculinity and Femininity dimension. The authors also 
add a sixth dimension which is Indulgence / Restraint. 
1 month ago• Like 
 
Founder of In[ter]Sights, an intercultural consulting, training, and dialogue facilitation practice from 
USA • • @ Ana - I don't have that book in my possession at the moment. Could you confirm that the language 
Achievement/Quality of Life is or is not used? 
1 month ago• Like 
 
Cross Cultural Trainer & Coach from Argentina • Hello Darin, I dont have my book in my hands right now, 
but I read it from there, Achievement/Quality of Life IS USED. You may want to check in Amazon or 
Googlebooks where the Table of Contents is readable among other pages. 
1 month ago• Like 
 
Founder of In[ter]Sights, an intercultural consulting, training, and dialogue facilitation practice from 
USA • Wonderful Ana! Thanks for verifying! 
1 month ago• Like 
 
Director, advisor, trainer, coach at Odat interculturele communicatie Netherlands • Hai Darin and 
others, I do have the book here (2010) and one item/smaal chapter in the beginning is called 'Assertiveness 
versus Modesty'. At the end it says literally:  
...", the desirability of assertiveness behavior against the desirability of modest behavior. We will label it 
'masuclinity' versus 'femininity'.'  
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So there will be no change (yet) of name giving, but there are more words to give a grip.  
Personally 'Achievement vs Quality of life' appeals to me too. 
Appendix 3. Survey responds 
Last Modified: 11/30/2011 
Completion Status: Completed 
1.  Please write you e-mail: 
Text Response 
Intentionally left blank due to non-disclaimer agreement 
2.  Would you like to receive results of the survey? 
# Answer  
 
Response % 
9 Yes   
 
8 53% 
10 No   
 
7 47% 
 Total  15 100% 
 
3.  What is your gender?  
# Answer  
 
Response % 
1 Male   
 
7 39% 
2 Female   
 
11 61% 
 Total  18 100% 
 
4.  What is your age?  
# Answer  
 
Response % 
1 Less than 25   
 
3 16.7% 
2 25-30   
 
10 55.6% 
3 31-40   
 
5 27.8% 
4 41-50  
 
0 0.0% 
5 More than 50  
 
0 0.0% 
 Total  18 100.0% 
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5.  What is your highest education degree? 
# Answer  
 
Response % 
1 Bachelor   
 
9 50% 
2 Master   
 
7 39% 
3 MBA   
 
2 11% 
4 PhD  
 
0 0% 
5 Other  
 
0 0% 
 Total  18 100% 
 
6.  In what type of industry/business is your company 
working?  
# Answer  
 
Response % 
1 Accounting/Finance/Insurance  
 
0 0% 
2 Airlines   
 
1 6% 
3 Energy  
 
0 0% 
4 Entertainment  
 
0 0% 
5 FMCG  
 
0 0% 
6 General Merchandisers   
 
1 6% 
7 Health/Pharmaceuticals  
 
0 0% 
8 Hospitality/Food serves  
 
0 0% 
9 IT/Software development   
 
4 22% 
10 Management Consulting   
 
1 6% 
11 Metals/Mining  
 
0 0% 
12 Telecommunication  
 
0 0% 
13 Other   
 
9 50% 
14 Facility Services   
 
2 11% 
 Total  18 100% 
 
7.  What is the functional discipline of your job? 
# Answer  
 
Response % 
1 HR   
 
2 11% 
2 Engineering   
 
1 6% 
3 Finance  
 
0 0% 
4 IT   
 
3 17% 
5 Logistics  
 
0 0% 
6 Marketing/Sales   
 
3 17% 
7 Other   
 
9 50% 
 Total  18 100% 
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8.  What is your country of origin? 
Text Response 
Ghana 
GHANA 
france 
UK 
Mongolia 
Nigeria 
Brazil 
Denmark 
denmark 
india 
Latvia 
Denmark 
france 
Pakistan 
Denmark 
denmark 
Czech Republic 
uganda 
 
9.  How long have you been working abroad?  
# Answer  
 
Response % 
2 1 year   
 
4 22% 
3 2-5 years   
 
6 33% 
4 5-7 years   
 
1 6% 
5 Over 7 years   
 
2 11% 
 Total  18 100% 
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10.  In which foreign country you had the longest period of 
working time? (Other than country of your origin) 
Text Response 
Denmark 
India 
Denmark 
Denmark 
India 
India 
England 
denmark 
UK 
canada 
 
11.  How can you classify this country?  (Please choose 
maximum 3 answers) 
# Answer  
 
Response % 
1 
Focused on 
individual 
  
 
1 8% 
2 
Responsibility 
belongs to group 
  
 
6 46% 
3 
Group interests 
are more 
important 
  
 
8 62% 
4 
Personal 
achievement and 
success is valued 
  
 
2 15% 
5 
Quality of life 
and work/life 
balance is more 
important 
  
 
6 46% 
6 Other   
 
4 31% 
 
Other 
Complicated and Diverse Culture 
Company Output 
Focus on client needs. 
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12.  What characterizes your values in the best possible way? 
(Please choose maximum 3 answers) 
# Answer  
 
Response % 
1 
I give high value 
to personal 
achievement and 
success 
  
 
7 54% 
2 
I have a 
preference for 
social equality 
and tolerance 
  
 
7 54% 
3 
I value 
independence 
and creativity 
  
 
9 69% 
4 
I value social 
status and 
recognition 
  
 
3 23% 
 
13.  How is reward allocated among your team 
members/colleagues of similar qualification? 
# Answer  
 
Response % 
1 Equally   
 
6 46% 
2 
Equal base plus 
bonus based on 
performance 
  
 
7 54% 
3 
Based on 
performance 
mainly 
 
 
0 0% 
 Total  13 100% 
 
14.  How can you describe your attitude towards reward 
allocation? 
# Answer  
 
Response % 
1 
I complete 
agree and it’s 
fair 
  
 
7 54% 
2 
I agree to some 
extend 
  
 
6 46% 
3 I disagree  
 
0 0% 
 Total  13 100% 
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15.  Are you involved in the company/your team decision 
making? 
# Answer  
 
Response % 
1 
Yes and I 
appreciate that 
  
 
6 46% 
2 
Yes, and I do not 
appreciate that 
(more 
responsibility) 
 
 
0 0% 
3 No   
 
6 46% 
4 
Any other 
comments 
  
 
1 8% 
 
16.  Is your job designed so that routine work is minimized? 
# Answer  
 
Response % 
1 
Yes, I rotate 
between teams 
and I appreciate 
that 
  
 
4 31% 
2 
Yes, I rotate 
between teams, 
but find it 
difficult to 
adopt 
sometimes 
 
 
0 0% 
3 
Yes, I have 
diverse tasks 
within my team 
  
 
6 46% 
4 
No, I mostly do 
routine tasks 
  
 
3 23% 
 Total  13 100% 
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17.  Are there possibilities of being promoted based on 
achieved goals? 
# Answer  
 
Response % 
1 
Yes, promotion 
is based on goal 
achievement 
  
 
3 23% 
2 
No, promotion is 
based on 
qualification and 
experience 
  
 
4 31% 
3 
No, there are 
scarce 
opportunities for 
promotion 
  
 
6 46% 
 Total  13 100% 
 
18.  How effective is the communication between the 
departments/teams? 
# Answer  
 
Response % 
1 Very effective  
 
0 0% 
2 Effective   
 
6 46% 
3 
Somewhat 
effective, 
miscommunication 
happen due to 
cultural differences 
  
 
3 23% 
4 
Somewhat 
effective, but 
sometimes 
miscommunication 
happen due to 
different 
communication 
styles 
  
 
3 23% 
5 
Somewhat 
Ineffective 
  
 
1 8% 
6 Ineffective  
 
0 0% 
 Total  13 100% 
 
60 
 
19.  Do you get the feedback on your job performance and how? 
# Answer  
 
Response % 
1 
Yes, I receive 
feedback 
periodically and 
I am satisfied 
with that 
  
 
6 46% 
2 
Yes, I receive 
feedback 
periodically and 
I am dissatisfied 
with that 
 
 
0 0% 
3 
No,  there is no 
periodical 
feedback, it 
happens 
randomly 
  
 
7 54% 
 Total  13 100% 
 
20.  Do you feel that your work is important and beneficial for 
the company/your team? 
# Answer  
 
Response % 
1 
Strongly 
Disagree 
  
 
1 8% 
2 Disagree   
 
1 8% 
3 
Neither Agree 
nor Disagree 
  
 
2 15% 
4 Agree   
 
3 23% 
5 Strongly Agree   
 
6 46% 
 Total  13 100% 
 
21.  Do you work mostly individual or in a team? 
# Answer  
 
Response % 
1 Individual   
 
6 46% 
2 In a team   
 
7 54% 
 Total  13 100% 
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22.  How do you prefer to work? 
# Answer  
 
Response % 
1 Individually   
 
5 38% 
2 In a team   
 
8 62% 
 Total  13 100% 
 
23.  Do you think the culture of your host country influenced 
your motivation to work? How? 
Text Response 
yes 
No. To start with my abdomine was not comfortable with the Indian food, it was just too spicy. It was difficult 
sometimes working with an empty stomach. Hygiene was also another negative influence. The streets where 
always dirty and sticky. Surviving in this country for more than one year was big deal to me. Another obstacle 
was communication. It was always hindi everywhere even with my team members. 
yes, its quite challenging the way people think and consider opinoins 
The line between boss and the subordinates are fairly small, which gives a possibility to communicate closely 
and without any disturbances with your boss. 
To a great extent. Yes. If you are comfortable with the culture. It took me about 2 months to put my all into 
work while in India but in Germany, after the 1st week, i wanted to do more as my expectations were far met 
and the culture was not as complicated as i anticipated. 
Yes. Here in Brazil we are very happy people and we have good relashionchip. We have meeting and health 
discussions that create great solutions for client problems. 
No 
yes, I respect my team and seniors , and due to that they respect me and my decisions in return. 
I think a bit... but I don`t know was it really a culture or just my parent, who raised me up the way they did :) 
No 
 
 
